This research takes the title: "The
INTRODUCTION
According to Calinguri and Tung (1999) Along with the advancement of technology and science in the current global era, women have also taken a step forward for themselves. That's because of the most important feature of the global labor market at the end of the 20th century, which increased women's participation. According to the Global Gender Gap report in 2006, Indonesia noted that working women reached 51% (Ghurobi, 2014) . From these data it can be said that women have taken the same role as men in the field of work. However, in Indonesia it still follows traditional stereotyping rules, so the role of women in the world of work is still limited. Women are still considered inappropriate and not equal to men's abilities in terms of work. The work done by women in Indonesia is still a lot in the field of service and public services and their position in the company only occupies the middle to lower managerial position (Ghurobi, 2014) .
The inherent traditional stereotype in women in terms of work, makes it difficult for women to penetrate the company's top position. In Indonesia itself, according to the Global Gender Gap report in 2006, women in the top position only reached 17%. From these data indicate that there are still few women who reach the top of the company even though there are many women who work. Research by M. Zainal (2009) and Jain and Mukhejee (2010) provides results that aspects of promotion of women are still influenced by individual perceptions of conflict between family work faced by women. Based on previous research, the low number of female employees who reached the top position was due to the practice of the glass ceiling. Empirical studies tend to support the existence of the glass ceiling phenomenon. Women often get obstacles. Access to senior management level positions is very limited (Wentling, 2003) . There are obstacles that face the career path of a working woman can be invisible (invisible), but felt its existence. This phenomenon is called "Glass Ceiling". The existence of this phenomenon can affect individual perceptions and reduce the motivation of working women. According to Imam Muchoyar (1991) perception is a process of changing someone to the information that enters a person through experience by using the senses they have. The research was conducted at PT Micro Madani Institute, Jakarta. This study will examine the effects of individual perceptions of glass ceilings in the workplace and social support for female employee work motivation and organizational organizational commitment to the organization or company.
LITERATURE

REVIEW AND HYPOTHESES
Glass Ceiling
The glass ceiling phenomenon is detrimental to women, even though they have higher education or abilities similar to men, but they are not seen to have the same ability in the top position of the company (Kepart and Schumacher, 2005) . Analysis of the glass ceiling phenomenon is important. The optimal use of resources from the female workforce will not be achieved if a large portion of the workforce achieved by women does not motivate them to achieve optimal performance and achievement. The glass ceiling can affect the individual perceptions of female workers which results in decreased work motivation.
Work Motivation
Work motivation is an encouragement on workers to complete the work given in order to achieve goals, this is in line with the opinions expressed by Djatmiko (2005) , that work motivation is a process that encourages, directs, and maintains human behavior towards achieving goals. Work motivation is an important element that must be owned by every worker. Hasibuan (2007) states "work motivation is the provision of driving force that creates the enthusiasm of one's work so that they will cooperate, work effectively, and be integrated with all their efforts to achieve satisfaction". Workers with good work motivation will be able to carry out every job that is given as well as possible and direct all their abilities to complete a job. In addition to the glass ceiling there are other factors that can encourage women in their work, namely social support. Social support is comfort, attention, and appreciation that is relied upon when individuals experience difficulties (Orford, 1992 
Organizational Commitment
The commitment of a worker to an organization or company becomes a very important issue in the world of work. The current definition of commitment is indeed no longer just a form of employee willingness to stay in the company for a long time. But more important than that, they want to give the best to the company, even willing to do something beyond the limits required by the company. This, of course, can only happen if employees feel happy and satisfied in the company concerned (Luthans, 2006) . The commitment to the organization will make someone have an emotional attachment to the organization. Employees with high commitment can be expected to show optimal performance. As one aspect of organizational commitment proposed by Luthans (2006) is the willingness to work as much as possible for the benefit of the organization. If female workers are highly committed to the company where they work will provide a very good influence on the company, especially in terms of achieving company goals. 
Hypothesis
METHOD
Research Population and Samples
This research is a quantitative study using a survey method, which is a method that aims to collect data on a large number of variables through questionnaires. Conceptual and Operational Definition of Variables 1. Organizational Commitment Conceptual Definition According to Meyer, Allen, and Smith (1993) , commitment is a psychological state that characterizes employee relations with organizations, and has implications for the decision to continue or stop membership in the organization. Operational definition Organizational commitment is the desire of employees to maintain their membership in the organization and are willing to strive for the achievement of organizational goals.
Motivation Conceptual Definition
According to Herzberg (in Robbins, 2003) , work motivation is a person's attitude towards his work in order to bring satisfaction to his performance. Operational definition Work motivation is an act or action that encourages employees to be enthusiastic in doing their work to meet the needs of their goals, until these needs are satisfied and then replaced with other objectives. 3. Social Support Conceptual Definition According to Jacobson (in Orford, 1992) , social support is a form of behavior that fosters feelings of comfort and makes individuals believe that they are respected, valued, loved, and that other people are willing to give attention and security. Operational definition Social support is the help or support received by employees from other people in their lives so that the employee feels that other people pay attention to, appreciate, and love him. 4. Individual Perception of Glass Ceiling Conceptual Definition According to Ryan and Haslam (2006) , the individual's perception of the Glass ceiling is the process of evaluating in a person to organize, interpret and evaluate the invisible barriers faced by women when climbing a higher position in the corporate ladder. Operational definition Individual perceptions of the glass ceiling is a process that is absorbed by individuals about obstacles or invisible barriers experienced by female employees to reach the top of the management ranks of a company and how individuals react to it. 
RESULTS AND DISCUSSION
Data Analysis Results
Hypothesis Testing
The hypothesis in this study was tested using multiple linear regression analysis. There is an indirect relationship which indicates that every worker who is challenged and interested in his work will continue to be motivated to develop his potential for work as a form of responsibility in completing his work in the organization. 7. Motivation mediates the effect of social support on the organizational commitment of female employees of PT Micro Madani Institute. There is an indirect relationship that indicates that emotional attention where the individual feels the people around him give personal attention to him will make female employees motivated and have a high level of organizational commitment.
Implications
1. Approach female employees themselves, by giving understanding that women are also able to fill senior positions as men. Besides the work motivation for female employees from the company through various company policies with the opening of the company to the opinions given by female employees through meeting forums, and companies managing their employees openly providing assistance related to employee problems will shape the individual perception of the glass ceiling turning into better in the minds of female employees. 2. Co-workers who are mutually supportive, can be invited to work together and can exchange information needed and also leaders who give appreciation or appreciation for the good performance of female employees, will motivate employees to always provide the best performance results for the organization. 3. There needs to be a program to curb the development of discrimination and increase organizational commitment, so that employees enjoy job satisfaction and increase organizational commitment in the organization. 4. The role of a leader who provides work motivation in the company can affect the organizational commitment of employees. Utilizing environmental factors with colleagues in the workplace that shape social support. With social support in the organization it will inspire employees to continue to be motivated, committed and fully responsible for their work within the organization.
C. Limitations and Suggestions for Research 1. The policies and programs run by the company still need to be studied, especially for female employees and have an impact on individual perceptions of glass ceilings that cannot be explored more. Future research needs to explore components or company programs with qualitative methods. 2. In this study only researched one of the BUMN in Jakarta. For further research, you can try to examine similar companies that have a larger scope or companies in other business fields that might prove different results. 3. Individual perceptions of the glass ceiling, social support, and work motivation on organizational commitment are very multidimensional. Future research needs to determine the very specific components associated with the research context. 4. This study is limited to individual perception variables about glass ceiling, social support, work motivation, and organizational commitment. In further research, it can add independent variables which are expected to be able to develop conceptual and modeling on objects of broader research studies on organizational commitment, such as perceived organization
